Introduction
Virtues and virtuous organization are two terms, which have been neglected in organizational literature and for many years (Rego et al., 2011) . Virtues have been conventionally viewed as relativistic, culture-specific, and are more related to social conservatism, religious or moral dogmatism, and scientific irrelevance. There has been little attention to virtues, especially in organizations, but it has remained mostly with no criticism among different managers faced with economic pressures and stakeholder demands (Manz et al., 2008) . However, during the past few years, many people have assumed that cultivating virtues, both at the individual and organizational levels, could improve individual betterment and organizational performance (Cameron, 2010; Wright & Goodstein, 2007) .
They emphasized that virtue requires to be added to the business and management research agenda (Rego et al., 2011) . In cases of turbulent change, virtuousness serves both as a fixed point, a benchmark for making sense of ambiguity, and as a primary source of resilience, preventing system from any damages. Therefore, we propose to develop the literature on virtuous organization and determine the drivers and principal factors of a virtuous organization to put virtues into practice in organizations.
Literature Review

Virtue and Virtuousness
The ideas of virtue and virtuousness can be defined in different ways in the literature:
 Virtue refers to singular attributes, which represent moral excellence but a virtue is not a product of social convention, it is, in fact, a basic element of the human condition (Cameron, 2011) .  Virtues are the characters traits, which make it possible for one to engage efficiently in a practice by looking for excel in achieving its internal goods while keeping the external excellence of its organizational setting in a position of lesser importance (Cooper, 1987) .  Virtue can be classified as an attribute of personal character, and it possesses cognitive, affective, volitional, and behavioral characteristics (Peterson, 2003) .  A virtue is a trait of character or intellect, which is morally laudable (Flynn, 2008) .  Virtues can be described as the qualities, which make anything a good thing of such kind (Schudt, 2000) .  Beauchamp & Childress provide one of the most popular definitions of virtue (1994, p. 63) : 'a virtue is a trait of character that is socially valued and a moral virtue is a trait that is morally valued'.  Virtuousness is described as the best of the human condition, the most ennobling attitude and outcomes and the highest aspirations of human beings (Comte-Sponville, 2001 ).  Virtuousness means the pursuit of the highest aspirations in the human condition (Bright et al., 2006; Rego et al., 2011) .  Virtuousness is the internalization of moral rules, which produces social harmony (Manz et al., 2008) .
Virtuousness is related to what individuals and organizations aspire to be when they are at their very best. Virtuousness can be described in connection with meaningful life purpose, the ennoblement of human beings, personal flourishing, which leads to health, happiness and resilience in suffering. It produces "moral muscle," willpower, or stamina in the face of challenges (Cameron et al., 2004 ).
2.2.Organizational Virtuousness
Organizations impact the conduct of their members, including ethical aspects of their conduct (Trevino & Weaver, 2003) . The moral climate and context and social interactions not only communicate moral norms but also they are the process forming the characters of people in the organizations. The good society and the moral of the individuals' characteristics in the society are interactive impacts. Virtues incorporate a linkage between the levels of the individual and his society, allowing one to fit within the social organization. Virtues are necessary moral attributes of individuals, which represent the excellencies and the social organization requirements. Ethics is more organizational issue whereas an organization of virtuous people is not enough to guarantee virtuous organizational decisions, and whereas organizational structures are instrumentally necessary (whetstone, 2005) .
Contributing the quality of virtuousness to a firm specifies that the organization is able to support virtuous activities on the part of its members. Virtuousness in organizations, therefore, is associated with transcendent and to elevate behavior of the firm's members. Organizational virtuousness is individuals' actions, collective or cultural attributes, or processes, which enable dissemination of virtuousness in any firm. In addition, no single indicator can compute the multiple indicators of virtuousness and there are three key definitions attributes associated with virtuousness, which help explain its relationships in organizational studies. Virtuousness is related to moral goodness and represents what is good and worthy of cultivation. Virtuousness is also related human beings with individual flourishing. Finally, virtuousness is specified by social betterment, which extends beyond mere self-interested benefit (Cameron et al., 2004) .
Virtuousness in organizations is more associated with the behavior of individuals in organizational settings (Seligman & Csikszentmihalyi, 2000; Snyder & Lopez, 2002) . Organizational virtuousness is associated with organizational contexts where the "good" habits, desires and actions are practiced and disseminated both at the individual and collective levels (Cameron et al., 2004; Rego et al., 2011; Cameron, 2003) . Organizational virtuousness is associated with the attributes characterizing the best of a human resource (Nepean, 2007) and moral value and organizational virtue are more or less correlated (Ahmed & Machold, 2004 ).
Characteristics of a Virtuous organization
It is always useful to compare the performance of organizations with their members and to provide people with meaningful work and rewards, organizations often require being successful, which needs to be successful. The main problem is to design firms, which perform at high levels and make sure that they are motivated to handle possible challenges and virtuous organization is a framework to handle such challenges (Lawler, 2004) .
Virtuous organization needs to possess attributes and to demonstrate behaviors, which should possess more than a strong values-based culture (Nepean, 2007) . Virtuous organizations develop different principles, which inspire good behavior (Magill & prybil, 2001 ). To reach virtuousness, firms need to develop some necessary characteristics and there are literally many ways to do it (Paine, 2003) such as acting with integrity, honor commitments, strive for excellence, having more fun through work, etc. According to Manz et al. (2008) , a virtuous organization needs to have the following eight attributes including responsibility of purpose and constituencies, honestly, reliability, fairness, integrity, respect to other individuals and properties.
According to Chappell (1993) , a virtuous organization must have a statement of beliefs, which includes belief in both human beings and nature have inherent worth and deserve respect, belief in products that are safe, effective and made of natural ingredients, belief that our company and our products are unique and worthwhile, people are responsible to cultivate the best relationships with others, belief in providing employees with a safe and fulfilling working environment and finally, belief that the firm is financially successful while behaving in a socially responsible and environmentally sensitive manner.
According to , there are several critical success factors of a virtuous organization such as local community, respect for employees, hiring the disabled employees, diversity in the workplace, ethics and integrity, servant-leadership, customer satisfaction, environment, corporate philanthropy and mission statement. Friedman et al. (2008) specified different principles for virtuous organization including avoiding harming others, respect others' rights, prevent any cheating, be faithful to promises, obey the law, prevent harm to others, help those who need, be fair and reinforce these imperatives in others.
According to Rego et al. (2011) , to build virtuous climates, managers must care about how employees perceive the organization and its managers, paying attention to a number of aspects and employees must be optimistic towards challenges, difficulties and opportunities, be respectful and trustful on acting, etc.
Methodology
The primary objective of this paper is to determine the drivers of virtuous organization to put virtues into practice in universities located in province of Yazd, Iran. The procedure we propose is to reach the above-stated research aim consists of two steps. In the first step, we conduct a Delphi study among the informed individuals, asking them to identify the most effective drivers of virtuous organization.
In the second Step, we perform a factor analysis to validate the measurement scales for virtuous organization and to identify its principal factors. The data used in this phase consist of questionnaire responses from employees in three different Universities in Yazd, namely Islamic Azad University, Payam e Noor University and Yazd University. A total of 750 questionnaires were sent out, 250 to each university and a total of 574 valid responses were received.
Delphi Study
To find drivers of virtuous organization, Delphi method was implemented. Although we could select the critical variables through the traditional statistical analysis methods, Delphi method was used as a stronger methodology.
Delphi is a method of popular survey technique, which brings consensus of opinions among a set of experts by keeping the unanimity among them. During the past few years, various applications of Delphi have been evolved, worldwide. The application of Delphi process includes planning, decision making, forecasting, impact assessment, etc. Delphi process has also been implemented for different purposes like setting 'goals', finding 'problems', forecasting, developing system. The proposed study of this paper uses 53 measurement items developed on the basis of the literature review:
17. Honour commitments to customers, teammates, communities, owners, suppliers and partners (Keep promises and contracts) (Paine, 2003; Manz et al., 2008) 18. Strive for excellence (Paine, 2003) 19. Providing employees with a fulfilling work environment (meaningful and joyful work) (Collins, 2000; Paine, 2003) 20. Avoiding harming others 21. Respect the rights of others 22. Help those in need (Saylorr, 2005; Friedman et al., 2008) 23. Being fair (Lawler, 2004; Friedman et al., 2008) 24. Servant leadership (Whetstone, 2005; Maak & Pless, 2006; Pless, 2007; Cameron, 2011; ) 25. Responsible leadership (Maak & Pless, 2006; Pless, 2007; Cameron, 2011) 26. Paying attention to thinking and knowledge acquisition (Lawler, 2004) 27. Employees autonomy and self management (Collins, 2000) 28. Human resource diversity at workplace (Collins, 2000; Paine, 2003) 29. Empowering employees (Paine, 2003; Friedman et al., 2008) 30. Paying attention to employee's development more than their training (Manz et al., 2008; Friedman et al., 2008 ) 31. Reciprocal relationship and respect between managers and employees (Rego et al., 2011) 32. Organization's culture (Manz et al., 2008; Cameron, 2010) 33. An optimistic perspective toward challenges, difficulties, and opportunities (Rego et al., 2011) 34. A high level of honesty and integrity at every organizational level (Not to cheat or tell lie) (Paine, 2003; Rego et al., 2011) 35. Interpersonal relationships characterized by caring and compassion (Rego et al., 2011) 36. The combination of high standards of performance with a culture of forgiveness and learning from mistakes (Rego et al., 2011) 37 . Employees perception of virtuousness in organization (Rego et al., 2011) 38. Employee's self-control (Lawler, 2004) 39. Employee's stability in difficulties and crises (Lawler, 2004) 40. Faithful employees (Lawler, 2004) 41. Courageous employees (Lawler, 2004) 42. Matching managers conduct and words (Lawler, 2004) 43. Vesting authority to employees along with supporting from managers (Magill & Prybil, 2001) 44. Existence of ethical standards for employee's and manager's behavior (Whetstone, 2005) 45. Decreasing the hierarchy (Cooper, 1987; Cameron, 2011) 46. Decreasing the bureaucracy (Cooper, 1987) 47. Going beyond ethics (Manz et al., 2008; Hannah & Avolio, 2011) 48. Down to up hierarchy (Dutton et al., 2002) 49. Optimal use of environmental resources (Magill & prybil, 2001) 50. High quality relationship with employees 51. Considering virtues in organizational policies and processes (Whetstone, 2005; 2010) 52. Existence of transparency in organization (Shared information) 53. Penetrating virtues in employee's feelings, thinking and actions (Rego et al., 2011) Based on these items, the first round of questionnaire was designed. Five-point Likert scales, ranging from five, ''very important" to one, ''not very important" were used for scoring of each indicator in the questionnaire. A panel of 40 members from universities and research institutions was formed. The Results of Delphi study are shown in Table 1 and Table 2 . 
Since the Kendall's W of the third round is 0.783 and more than 0.5, so we stop the Delphi study. The final drivers of virtuous organization and their rank according to expert's responses and Kendall's test can be seen in Table 3 .
Factor Analysis and Data Analysis
Based on the fifty-eight items identified in the previous section, the questionnaire for conducting step two was designed. Five-point Likert scales were used for scoring of each indicator in the questionnaire. The data used in this phase consist of questionnaire responses from employees in three various universities in Yazd, namely Islamic Azad University, Payam e Noor University and Yazd University. A total of 750 questionnaires were sent out, 250 to each university. A total of 574 valid responses were received. An exploratory factor analysis was conducted to derive groupings of the drivers of virtuous organization from the survey data. The results of factor analysis are shown in Fig.  1 and Table 4 to Table 7 . Based on Table 4 , The Kaiser criterion is 0.899 and the Sig. of the test is less than 0.05. These tests confirm that the factor analysis of the 58 items in this study is generally appropriate. This shows that the degree of common variance among the items is quite high, therefore factor analysis can be conducted. Basically, there are two methods to decide the number of factors i.e. the Scree Plot ( Fig. 1 ) and the Total Variance Explained (Table 5 ). Based on these two outputs, there must be five common factors with common issues. Based on the Scree plot below, the 'elbow' starts at component number 5. We should have 5 common factors that can be extracted from the data.
Fig. 1. Results of factor analysis: Scree Plot
Based on the number of the total variance explained ( Table 6 shows the Rotated Component Matrix. The factor loading of each measurement item (shown in table 7) has been extracted from this matrix. 
Discussion
The factor analysis empirically grouped the scale items of virtuous organization into five factors (principal components). The five factors can be labeled as follows:
The first factor can be labeled as "Leadership" and consists of measurement items x 4 , x 5 , x 11 , x 14 , x 16 , x 17 , x 26 , x 27 , x 32 , x 43 , x 46 , x 49 and x 51 . This factor is accounted for 33.631% of the total variance and it is ranked first (the most important) with an importance index of 79.00 (according to Table 10) . Leaders play critical role in providing a moral framework for organizational members and in shaping the virtuous culture (Neubert et al., 2009) . They can communicate and perpetuate either virtue or vice through their interpersonal relationships with their subordinates and their behaviors (Flynn, 2008) . Managers who engage in ethical leadership behavior act as virtuous agents in promoting an ethical climate (Flynn, 2008) . The influence of ethical leadership may also be considered to be virtuous in that it can extend beyond promoting an ethical climate to influence organizational members' attitudes toward everyday work (i.e., job satisfaction) and attachments to the organization (i.e., affective organizational commitment). From a virtue perspective, behavior that contributes to ''the flourishing of all members of a community'' is virtuous (Neubert et al., 2009) . Leaders should consider some points for effective leadership (Lawler, 2004) :
The leadership at any level in a particular firm maintains an impact on both individual and organizational effectiveness. The type of relationships where people develop with organizations including how motivated they are, how long they stay, and how they treat customers and other employees are determined.
 Developing a Leadership Brand: A crystal clear leadership style is a powerful factor in absorbing, retaining, and motivating employees, properly. A positive leadership brand, which permeates the organization can also serve as a touchstone for all current employees who are managers or desire to be managers, guiding them toward organization's "true north" with respect to the leadership behaviors and skills expected of them.
 Build Leadership Capability: Given the role it plays in determining success, leadership capability is something organizations require to construct a basis.
 Focus on the Competitive Environment: Effective leaders adjust their leadership attitude to the economic times and they must remain true to the basic leadership brand of their organization.
The second factor can be labeled as "Organizational Culture" and consists of measurement items x 3 , x 7 , x 10 , x 12 , x 21 , x 28 , x 29 , x 30 , x 33 , x 40 , x 41 , x 52 , x 54 and x 57 . This factor is accounted for 18.869% of the total variance and it is ranked second with a relative importance index of 73.94 (according to Table  10 ). An organizational culture based on ethics, transparency, honesty and reciprocal relationship and respect between managers and employees can help achieve organizational virtuousness (Whetstone, 2005) .
The third factor can be labeled as "Human Resource" and consists of measurement items x 1 , x 6 , x 22 , x 25 , x 31 , x 42 , x 44 , x 47 , x 50 , x 58 and x 44 . This factor is accounted for 12.353% of the total variance and it is ranked third with an importance index of 72.81 (according to Table 10) . A virtuous organization includes people who provide a high quality relationship with its employees since a virtuous organization's competitive advantage is its people. On the other hand, moving towards virtuousness requires different things such as employee's self-control, faithfulness, organizational citizenship behaviors, perception of virtuousness perception of virtuousness, readiness, Interpersonal relationships characterized by caring and compassion, etc. The forth factor is labeled as "Structure and Processes" and consists of measurement items x 8 , x 20 , x 36 , x 53 , x 55 and x 56 . This factor is accounted for 8.309% of the total variance and it is ranked fifth with an importance index of 68.38 (according to Table 10) . Organizational virtuousness may be fostered by the organizational policies, processes, practices, and structure (Cameron, 2010; Dutton & Sonenshein, 2007) .
The fifth factor can be labeled as "Care for Community" and consists of measurement items x 2 , x 9 , x 13 , x 15 , x 18 , x 19 , x 23 , x 24 , x 34 , x 35 , x 37 , x 38 , x 39 and x 45 . This factor is accounted for 8.142% of the total variance and it is ranked forth with an importance index of 65.33 (according to Table 10) . A virtuous firm should establish and maintain strong ties with the local community in which it conducts business. It should hire employees from the local community and do business with local companies. After all, many of a firm's customers will come from the surrounding areas. Additionally, a virtuous firm should be concerned about our planet. Planet Earth is all we have and we should take care of it ). Reliability of the five extracted factors was evaluated by Cronbach's alpha. Table 8 and 9 show the output of the reliability test. As can be seen, all Cronbach's alpha values are well above the limit of 0.70 and ensure the constructs' internal consistency and reliability (Ghosh & Jintanapakanont, 2004) . In this section, we rank the principal factors extracted from factor analysis. For this type of data, the mean and standard deviation of each factor are not suitable to determine the overall ranking because they do not reflect any relationship among the factors. Instead, the weighted average for each factor was calculated and then it is divided by the upper scale of the measurement. Therefore, the level of importance of the principal factors was calculated using the following formula (Ghosh & Jintanapakanont, 2004) :
where a is the constant, which expresses the weighting given to each response, ranging from 1 (not important) to 5 (extremely important); and X = n/N, where n is the frequency of the responses; and N is the total number of responses. Each rank in Table 10 presents the degree of importance assigned to principal factors of a virtuous organization, extracted from factor analysis. 
Conclusion
In this study, we presented an empirical study to detect the relative importance of various drivers of a virtuous organization and conducted an exploratory factor analysis to extract the principal factors of virtuous organization to put virtues into practice. The results of factor analysis demonstrated that a five-factor measurement model including leadership, organizational culture, human resource, structure and processes and care for community fits the data acceptably.
Maximizing profits while ignoring the needs of society may work in the short run but it may create unfavorable events for both society and business in the long run. In addition, while many of the ideas recommended in this paper may not only be costless to an organization but even produce additional profits in the long run, that is not the only reason to consider them. After all, "for the virtuous organization, virtue is indeed its own reward".
